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I, Establishment of Definits Nencareer Executive Uroup

1. This section of the report includes reccmmendations for the
estakl ishment of a noncareer executive grouwp as 8 means of improving
managerent, In brief, thepe recommendations propose the:

a, Use of grester numbers of noncéreer oexsoutives to earry
the burden of executive relationa with the Congress and the pube
lio, and of policy and program development and defense,

b, Glearer diviaion of the functions of noncareer executives
and carser administrators,

c., Higher mglaries and review of the confliet of interest
leaws to make governument service mors attractive to noncareer sxecu-
tives and career administrstors, *

2, This Agency iz relatively free of the problems which these
recommendations are designed to relleve in view ef the nature of ite
mission and its role in eonducting executive relations with the Longress
and the public, To the extent that they do exisi, remedy has already
bsen availzble throuwgh the exercise of its special appeintment authority
and other special authorities possessed by the Director to accomplish
the sbjectives of Hecommendations 1, 2, and 3, ¥We believe that the
approval of higher salary rates {Recommendation L) and recomsideration
of the conflict of interest lsug {Recommendation 5) would further assist
their solution,

Recoumendation No, 1

{a) Career administrators, as rapidly as possible, should be
relieved by the noncareer executives of responsibility for
sdvecacy or defense of policies and programs and should be
kept out of direot participation in political controversies,
This recemmendstiion is in no way intended to restriet Congress
in obtaining infurmation from any employes of the Government.

{b} Additional competent noncareer executives should be worked into
managerent organization at the departmental level to help carry
the worklosd, asslist the secretariss and amsistant secretaries
in isproving thelr control over and grasp ¢f departmental busi
ness, and take over the political tasks formerly handled by
meny caresr administrators. Politieal appointess should not be
placed in the line of command below career administrators.
Ubviously, such appointments undermine the line of command snd
make the pusition of carser administrator untenable,
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Begonmendation Ne, 2

We recommend that the President designate the positions whieh should be in
ths noncareer category and that he use the following criteria to determine
positions which should be in this category:

{a) A1l positioms filled by Presidential sppointment, with or without
confirmation by the Senate)

{b) A1l positicne having vested in them statutory authority or execue
tive delegations of suthority requiring the incunbents to make
final declsions in the establishment of yoveraing policies, pro-
grams, objectives, and in the enuncistion of principles which will
control the action of subprdinates in the lmplementation of the
foresoing)

(e} 411 positions, the dutles of which require the incumbents to act
publicly in advocating new policies and in justifying or defending
the governing policies or the basic principles or philomophy which
santiols their department or agency policies, Such dutiss would
inelude direct participation with, ¢r representation of noncareer
exscutives in public debate, evaluative discussions, and justifi.
cations of departmental policies, programs, or activities,

{d) Host positions ef a personal and confidential nature, such as
personal aides, confidential secretaries, and personal ohauffeurs,
Nonearser executives may, of course, continue to employ career
people in such positiens,

Recormendation No, 3

We reqammend that the Civil Service Rules establishing the schedules of posis
tions exempted from the competitive service be modified to provide for fowr
schedules as follows:¥

{a) Sehedule 4 should include all positicns, except those under schedules
G and D below, which, from time to time, the Civil Service Commission
determines it is not practicsble to fill by examinations, sither
competitive or noncompetitive,

* The above schelales would not include membere of separate merit systems,
such as the Foreign Service, U.S. Public Health Service, Atomic Energy
Commission, Tennessee Valley Authority, established by separate laws,
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(b) Schedule B should include all positions, sxeept those under schedules
C and I below, which the Civil SBervice a‘oam.ssian determines it is not
practicable to fill by competitive examinations. Appointments to these
positions shall be subject o such noncempetitive examinations as way
be presoribed by the Commission,

{c) Schedule C should include sll pomiticns which the Premident, on nomi~
nation by department or agenoy heads, exempts from the competitive
elvil sorvice on an indefinite btasis because the ineumbents perform
duties of a oersonal and confidential nature sush as junicr personal
aides, confidential secretaries, or personal chauffeurs to noncareer
executives, {See Criteria (d) in Recommendation Ne, 2 above)

(d) Schedule D should include all positicns which ihe Presidwet on nomie
nation of department or agency heads, exempts from the competitive
¢ivil service because their ingmmbents perform the functions listed
in eriteria {b) and (¢} in Recommendation Mo, 2 above,

Recommendation No. kL

¥e recomvend that Cobgrees authorizs salary increases for the Uovernment's
top managers (esreer and noncareer) as a practical means of seeuring and
holding competent men in public service,

Recommendation ¥o, 5

#¢ recosmend that the President and the appropriate committees of the Congress
review the conflict of interest laws to determine whether the intent of sush
laws can be better achlieved by other and more positive means which would
encourage rather than discourage entry of competent men into public Mfe.
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i1, Establishment of a Jenior Civil Serviece Urouw

1, This section of the report is directed toward the problem of
improving the quality of career administrators availadle to serve wherever
needed, It expresses the Cormission's view that the existing Civil Service
System is not geared to providing or developing prefessional administrators
&t the higher levels. The basic features of the system proposed in Recommene
datica 6 inciude:

&, Personal rank status (rank, basic sslary, and status vested in
the individual)s

b, Hovemsnt of members, including mter—demtmnm noves, withe
out loss of basic pay or status;

¢, Obligation of members to serve where nezded most;
d, Politieal neutrality of monbers)

e, Compensation in a range from 410,800 to 17,500 {based en
surrent schedules) as determined upon considerstion of ths Edmbers'
qualifications by a Senior Civil Servioe Bpard; inereases within
this range swarded by the Board;

£. Creatien of a Sender Civil Service Board (composed of three
distinguished eitizens~wwnot Fodersl officials, the Chairmanem-or his
deputy=-wof the Civil Service Commission, and a member of the Presidenti's
Zxecutive Offiee staff) to administer the system,

& Consideration of further training for the members of ths Board,

2. Certain slemenis of this system already exist within this Agency.
A form of "personal rank status" is achieved through the operation of the

assignment-to-lowerwgrade-without-demotion featurse of Regulatien| 25X1A
The careful selection and retes of compensation features is » t similar
to the eperation of the Supergrade procedure. {Regulation The 25X1A

obligation of individuzls to serve when and where needed 1s established
through their achieving membership in the Career Staff and flexibility of
assignment through the career service mechanism, Training needed may be

taken into accowt through the career servica systen as.mh or through partie
eipation in the caresr development program. All of this is on a local scale,
of ;m, and doos not rimg the advantagee of such a program to a Uovernment.
wide group, ,
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3, Although not explicitly astated either in the Task Force repert
or the report of the Commission, this proposal in its present form geens
to be directed primarily to the competitive servics. By virtue of its
excopted status, this Agency would be excluded from participatiom, If
the plan wers developed and adopted with some provision for interchange
smpng the several merit systems, it is doubtful that the security pro-
blens inhersnt in szuch interchanges of persemsl and the rendering of ree
quired reports to the BHoard concerning candidates for or members of the
group could be resclved to permit participation by this Agency,

Recommendation Ne, &

We recommend that the Congress authorize and the President establish a
Senior Uivil Bervice compossd of highly quelified, politically reutral

caresy administrators nominated bty their esploying agenciss and appointed
after careful selection by a bipartisan Senior Civil Servies Board with

the gensant of the President te serve in positicns agreed wpoen Ly the

Board and smplaying agencies, Such senior ¢ivil servants shoula have
status, rank, and salary vested in them as individuals so that they may
be employed in career positions throughout the Federal servise,
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I1f, Training mx Managerial Development at Lowsr levels

1, This section of the report deals with the problem of providiag
proper indegtrination training and motivation to new employees and of
encouraging employses to develop their technieal, profeseional, and
mgnagerlal knowledge and skills, Particular emphasis 1s given to the
need fer building a systematic governnent-wide exscutive development
program whieh will direetly improve the quality of first line supervisors
and Junior exscutives and will increame the supply of experienced and
competent senior employees for top management poste,

2, This dgency would seem to be ahead of the times in antioipating
euch & program as reflected in the smphasis given to on~the-job training,
Pormal training, and the career development program,

3. This 4genoy endorses the prineiple of this recommendation and
considers that we have made greatl progress in this regard along the gep
eral lines laid dewn by the Task force, Our participation in a governmente
wide prog¥am would involve the mame kind of security pretlems as indicated
in connection with the proposed Senior Civil Service Uroup,

Recossendation Ho, 7

We resommend that except for special skills, training should be syetone
ativally conducted by the agencies themselves, and that training should
count heavily as a factor in the promotion of employees,
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IV, Improving large-Scale Employment Practices

i, This section deals with rescmmendations for changse in the
Classification Aot and the wage board system for aeateblishing rates hased
on prevalling wages in the conmunity,

2.  For sll practical purposes, the Agency nov uses only 4 grades in
the GS 1-6 range (GS 3-6). With respsct to the ariticimm of the multipliolity
of grades in this reange and the heavy paperwork load in develeping position
descriptions elaborating on ineignificant differences, it can be reported
thatmpremntplansmnfarthadevelapmntmﬁuaedahrgemaw
of stendard position desoriptions,

3+ The recommonded ocompression of the GS 7«1l remge into tiwee grades
contemplates elimination of 0B 8 and S 10 on the grounds that there are
insignlficant distinctions between grades, Within the Agenay, G8 7, 9, 11
is the normal pattern for professionsl positions. The even numbered grades
are wsed principally for nonprofessiomal positions to recognize discernible
differences in siill requirements, For exemple, the surrent distribution
of Commo Techniolan pooitions is as follews:

08 7 23%
a8 8 5%
a8 9 348
a8 10 b |
G8 11 374

A+ This Agenoy, by virtue of its exception from the Classification
Aet of 1949, s» smended, and of the Director's autherity for establishing
salary and wage rates is not directly affected by these recamnendations,
4 & matter of polley, this Agensy has employed the schedules provided in
the Claspification Act and sppropriate wage board schedulss. We foresee
no objections to comtimdng this policy if the propased recommendations sre
approved,

Recommendetion No, &

HA recomnend thats

(a) The grade structure under the Classifiecation Act of 1949, as
emended, be simplified, Grsdes GS 1.6 should bhe combined into 3
grades, and grades GS 7-11 should be combined into 3 grades.
Positions would then be allecetsd to & grades in this range
rather than to 11. mmmummmummmgm, |
sxeept that meny positions now classified at S 16 and up would
be absarbed into the Semior Civil Service with its own pay socales
based on personmslerank status,

(b) A genuins classification of postal employess should replace the
mialeading system of peyment according to meaninglesa titles.
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(a)
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The prade structwre should be elmplified to bring it in line

with the proposed general classification plan; and eventuslly
postal employees should be brought into the general classifioation
structure.

To provide coordination among the multiplicity of wageeboard sype
teme, o definite statutory basis for payment in accordence with
prevalllng lsboremarket retes should be established, and the
Civil Service Ocmmission should be suthorized to study such pay
~systems and to establish general rules and regulations (a) for
alassifying the positions to be pald at local rates, and (b) for
deternining local prevailing weges.

The Civil Servios Commission and the appropriste Committecs of
the Gorngress review the positions now under the Classifiocation
Aot Yo determine whether additional positions might, in the
interesta of econcmy and efflelency, be pald under local wage
boerd arrangaments.
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V. Recruitment, Lummination, Appointment and Performance Sveluation

1. This socticn of the report deals with problems generally arising
in the selection and evalwation of smployees in the competitive service.
It suggests that these prodlems are influenced by a tendenoy to assume that
spplioants for employment will oome to the Govermment in the necessary
quantity and of the reguired quality, elthough in fact the Govermment must
ocapste in the open market for telemt, Reccrmendations to relleve these
problens consern aa improved and more active recrwitment and exmmining
program, greater use of interview teshniques and Yrosdening of the Rule
of Thres to & "Rule of Five" in the melection procesa, and the development
of a new performance reting aystem,

2, We do not believe that the recrultment sexperisnce and program of
this Agency supports eny suggestion of a tendency to aseume that sufficient
and qualified personnel will sesk employment, We have made considerabls
sffert %5 eonduct as vigorous and positive recrultment aampaign s can be
earried on within necessary security limitations as to publicising job

cpportunities and requirements,

3+ In commmetion with the more effective uss of ths prebaticnary
pericd, ineluding s written report by the supervisor prior to completion of
probation, it 4s obperved that we already require the preparation of a
Fitness Report follewing the first nine months of service,

but 1s sppliceble to al) employses. We believe adoption of 2 system limited
to those elements contained im the recommendation would deny the advantages
of & required pericdie evaluation report which include aseisting supervisors
in sarrying out their responaibilities for keeping emplayses informed ss to
the quality of their work, identifying training needs of employeas vhose
work is scoeptable but would be improved by training, and providing a recoxd
for future referance of the employee's peast performance.

Recomzendation No., 9

Ye recommend

{2) & rearuiting inoludings

1. Contimued effert to improve the charscter and distribution
of smnouncements

2,  Adequate public information prograngg
3.  Expansion of aollege rearuiting—under Civil Service Cormission
leadership but with full Agenay participation;
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(b}

Vigorovs and continued efforts by the Civil Service Cemmission
and the employing agencies to improve exsminstionn. Sush efforts
should includes

1. More epen contimuwus exsminations which ean be taken by
osndidates at any time;

2. Velidation of tests and employment standards to meke sure
that they reslly measure the gualitise needed,

Kmanﬁaﬁan Ho., 10

Ye remné thats

{2}
(b}

(s}

(a)

(o)

Hore use bo made of interviews, and interview techniques bs
improved;

Junicr professional exaninations, especially Junlor Mansgement
Assistent exsminations be improved;

The Civil Servisce Cammission be authorized by lew to ellow appointing
officers grester lesway in seleoting personnel by permitting them

to make their selestion from smong five oextified eligibles rather
than three (the presest rule) except in sppointments to lower grade
positions and the postal field services.

The Compilsaion make Pull use of its authority to substitute oategory
rating for numerical rating of the qualificstions of appliocants

for certain higher sclentific, teetmical, and administrative peaitions.
The Comdesion nllow more flexible use of registers of sligibles
bstwsen Clvil Bervice regions.

Racommendation Ne. 11

We reoommend that:

(=)
{»)

The present performance rsting system be sbolished;

A nev system be established under which the supervisor reports at
leaat onoe s year puly on those: .

1. [Esplayses with potentisl capscity for further development and
higher responsibilities;

2. [Emplayees deammkﬁewitarima awardsy

-RDP78-04718A001500060051-5
4

[
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3. Employses miscmst in their present assigmments and vho sheuld
Be reasaigned and/or retrained for other work:

4+ Employwes undsserving of pericdio pay ineremsc beceuse of
unsatinfectory service (emplayees not so designeted would
revaive their incresses in due sourse);

(o) Im emch omse the supsrvisor should sutmdt in writing to his supe-
riors the reasons for his Judgnent and speaific suggestions as to

(4) The right to appeal adverse decisions under the new system should
be limitad to one appeal to higher autharity in the Agency.
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Vi, Separations end Reductions in Force - Co e g

1. 7This section deals primarlly with problems arising from the
special rights granted to vetarans in sepavations for caume and appeals
and in reduction in force. It also emphasizes the nsed for improving
supervisery skill in desling with dismissale and removels. The recommen=
dations propesed to relieve these problems require limiting the special
appeal and super-retention rights of veterans snd sducation of superviscrs
with respect to separations for cause. '

2, Sinece the provisions of the Lloyd-laFollette Aet are applioable
only to employsss In the classified oivil service, the recommendationa
dealing with separation and appesl procedures in accordance with the pro=
visions of this Act have no direct bearing on this Agency. We endorse the
prineiple of removal procedures which ars both simple and equiteble and
improving the supervisory handling of dismissels and inadequats performance
ARaed.

3+ The argusents offered by the Commission in support of limiting
the speeial appesl rights of veterans appear reasonable, The ssme argue
ments oould be used to support a time limitation of 5 years followlng mili-
tary sorvice rather than following appolntment.

4e The recammendstions offered with reapect to reduction in fores
should alleviate some of the problems which have aripen fram the speaisl
prefersnce granted to veterans, However, the proposal pressnted would ssem
to place undue emphasis on the possession of competitive service by ame
ployees in a totally excepted organizetion, Most employees in such an ore
genleation have no opportunity to asoquire such status. In this Agenay,
spplication of the present propesal would offsr less oppertunity for
insuring the retention of the more capable employees than under the present
rules.

Recopmendation Ne. 12

We rescommend thats

(a) A veteran's speaial Tight to appesl to the Civil Service Camism
sion be limited to the first 5 years after eppointment to the
service. At the campletion of the S-year period the veteran

- would revert to the regular sppeals procsdures now avallable to
nonveteran smployees., ‘

(b} When the Commiseion aceeptes sppeals, it should confine its revisw

to a detarmination as to (1) eomplience on the part of the sgenay
with the procedursl safeguards provided by law; {(2) vhether there
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(a)

{o)

(£}
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iz some evidencs to support the decision which the employee is
appealing, It should not try to substitute its own judgment for
that of the agency heed in sny matier relating to the proficiency
of employses. In this and 81l other appaal situstiona it should
rule in favor of the sgency head unless there is clesy evidence
of bad faith on the part of the agency hesad townrd an appellent
or fallure to meet procedursl requirements.

Agencies confine their dismissal procedures te the simple pro-
visions of the Lloydele Follette Aet,

Eesh agency train its supervisors %o hendle diseiplinsry proklems
properly and delsgste removal autherity to the lowest practicable
managensnt leavel,

The probaticnary period be ussd more systamatically end vigerously

to acreen out inmadequats employees. Supervisors should be required
to align a witten statement voushing for the adequacy of employees

before they pags out of probaticnary status,

Supervisorts handiing of dimmiseale and inadoquate employees should

be emphasized in svaluating supervisorts perfommance. Evidence of
alackness or indecislon should sount heavily agsinst the supervisor.

Rocaumrﬂnt:lcn No. 13

We recomaend that reduction.in.force procedurss dased upon section 12, Vete
erans' Prefarence Act, be modified to provide:

(=)

(v)

That & system be established which divides caresr (Noter eivil
service career) category employees into three groupe:

l. vetersns with compensable service - connscted disebilities;

2. 41l other veterans, and those nonveterans of 15 or mors years
Paderal gervice; and

3. all other employees,

That in ealoulating Federal servioe each full 6 months of militery
service during time of war or extended militery sstion shall count
for 1 year of civilian Federal mervice; each year in which & civil
service employes received a meritoricus or cutstanding service
award shall be counted as 1 yesrs of civilian Federal servioce.
For purposes of determining serviocs in this case, employess who
hold stutus may include their total years of nonstatus sarvies,
providing that such service immediately precedsd their acqui.
sition of status., Military service should not in this caze he
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(d)

{o)
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sonsiderad an interruption of servies.
That in layoflfs the order of retention be as follows:
1. Velerans with ocompensable service - comnected disabilities
shall have prefarence over all other vompeting employees.
Whare disabled veterans are competing against emch othar,
the one with the highsst mmber of retention credits (ss
saloulsted in the manner presaribed above) shal) have prefe
sTanoe,
2. Vetersns with oompetitive status having no coupensable dise
abilities shall have preference in layoffs over all other
senloyees except disabled veterans vith aseble dise
abilities and nonvetersn employees with status and with 15
or more years of service, A veteran vith competitive status
who has no eompensable dlesbility may replace & nonveteran
status employee with 15 or more years service, only if he
han an equal or greater musber of retention credits (as
ealoulated in the manmer preacribed above).
3. Fonvelsran employees with competitive stetus shall have
preference over all enployses without status, When such
nouveteran smployees are oompeting agminst sach other, the
ployses with the highest mmber of retention eredits shall
bave rreference.

That no employeo, axoept veterens with compenasble servica con-
neoted disabiiities, who bas less than 5 years of service (oalw
oulated in the manner presoribed) shall have reasscigrmest ("bumpe
ing®) rights in reductions-in-foroce.

That as soon as adequate recovrds shall have been daveloped under
the new performance evalustion system resommended elsewhere in
this report, reduction in force rules should be fuwrther modified
to permit higher retention oredit for those msployees reccamsnded
and approved for further development and higher responsibilities.

I
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¥il. Various Froblems

1. 7his sectiom of the report deals with a varisty of distino
protlsme whigh sre nol closely related to the croeeding six subject
sategories,

a, Prestiye snd morale

The Commission report emphasises the importanuve of rreslige
sttached to overrment servics, It refers io tie fellowing primciples
suzgested by the Task Tores aad alwtracted frox thelr reports

{1) venstant stdention should b given to sainbaining high
standards of percomal comduet on the sart of offlcisls and o
sloyees of the Sovarusent.

~ {2) Advarss eritieisa of eivil corvants by political leaders
ghould te specific and mccursate.

{3) Futlic servante who ars snfairly sttacked deserve W be
sefended, snd the sublle interest alse reguires i,

n, Coordination end ixtenmsion of ‘erit Systems

The report prepeses bwinging groops of pezit sas now cutslde
e compotitive civil service inte the competitive zervige or inte
speeial serit systess deaigned to xeet thelr particular reguiresents,
it alse reccumends thal the Tresident's Advisger on Perscnnel “aohge~
ment b sopowered te exanine all persemnel aystems ountside the regular
eivil service sysism, ihat the President recegnize true independent
werit systens, amnd What wre be provisivn for sevessal of indivicuals
batusan merit aynlens,

ce CLornimatioe of Felitickl tlearssce of Eural Letter larciars,

| d. brisging U, 5, Sarehals asd field Officiale of the Awesn of
tustoms and the 7. 5, dinte uader Uivil Service.

o, GLodificatien of Civil Service laws.

f, rgsnization of the Livil Service Commission for Perscmnel
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(1) This recommendation proposes the development of
improved baslc standards for application in an expanded
delegation operating functions to departments and agenciles,
Emphasips would slso be pladcd on a vigorous and realistic
inspection system to snsure compliance with laws, regulations
and standards by departments and agencles.

{2} It is further recommended that departments and agencies
delegate as much authority for individual perseonnel actions to
lower operating levels (Bureaus, Fisld Service, s%c.) as is possi-
ble and that such delegations be subject lo suitabls ataniards.

€. The objective of recognizing the merit principle throughout the
Federal service through the operation of merit systeme designed to meset
particular requirements seoms a desirable one, We conslder the Agency's
present personnel program to be compatible with this prineiple., The re-
view at Presidential level of a&ll personnel systems in the Fadsral service
is also deairable, In this connectiun, however, careful consideration of
security factors surrounding any external inspection of Agenoy personnel
activities would be & prerequisite for accomplishing the recommended review
by the FPresidential Adviser on Personnel Hanagement,

3. The proposed codification of civil service legislation should be
very useful to officials responsible for personnel mansgement in the Federal
service, '

Recommendation No. 1
We recosmend thats ‘

{a) Urouwps of positions which pressntly are excepted from the
competitive clvil service, such as positions overseas and in
the lerritories, should to the extent possible either be

- brought within the competltive service and filled by open
competition, or they should eperate within special merit
systoms designed to meet the partlcular needs of these groups

{b) 7The Presidential Adviser on Personne) Management should be
supowersd to exsaine the operations of all personnel systems
outside of the regular civil servies, Any shortcomings in
the opsrations of sush systems should be reported to the
Prepident for such action as he desires to take., True inde-
pendent merit syetems should be recognized and certified as
sush by the President,
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(¢} Persons who have served satisfactorily in & recognized Federsl

merit eystem outside the civil service should receive status and
heredy be eligible for transfer to a competitive job undsr the
G4vil Jdervice Act, Correspondingly, legislation governing per-
sonnel aysteme outside of the sivil service laws should be modie
%o pernmit persong with civil service status reciprocal rights
wnder other certified mexrit systems. PFeople who have served
under a true merit system should be available for use anywhere
in the Uovernment.

Recommendation No, 15

We resommend tbat the President direct termination of political clearance
of sligibles Tor appointment as rura) mail carriers.

Regcommendation Yo, 1§

We recommend that United States Marshals and field officials of the
Bureau of Cuatoms and the United States {iints be brought under the civil
service and "positions” should be filled by departmental appointmente in
lieu of the present method of appointment by the President,

RBecommendation No, 17

We recommend thati

{a)

(b)

(e)

The Givil Service Commission, with the Bureau of the Budgst,
utdertake a codification of the laws and orders affecting
Faderal personnel management,

Thess sgencies prepare a report to the Congress on changes in
legislation which the codifisation indigates are nscessary to
clarify and simplify existing laws, eliminate duplication, and
clarify lines of authority,

Congress enact the necessary legislation, as hadieﬁed, to
effactuate the codification,
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Recommendation Ho, 18
1 that the Civil Yervice Commiasion:

(») ¥wpand 1ts research activities as & basis for developing ilmproved

(b}

(e}

baelc standarde and guidelines under which the Commission delegates
it2 authorlty to departments and agencies and provides assistance

to thes;

Continue to expand the delegation of operating functions {subject
to its standsrds) to the departments and agencies;

Expbasisze vigorous, realistic and reasonably frequant inspscticns

~ in order to ascure compliance with the priomeiples of the civil

laws and regwlations, and the standards established by the Come
mission under which it makes delegations of authority to the dee
partments and agencies. Suoh inspections should insure strict
adherence to all statutory provisions for veterans' preference

aod maintensnce of the merit principle in Federal employment, The
Commission should be authoriszed to charge the costs of repossessed
functions to the agencies from which they are temporarily recovered,

Recommendation ¥o. 19

¥s recommand thati

Departsments and agencies delegate as much authority {subject to
suitable standards) for individual personnel actions as is possi-
ble to lower opsrating levels, Agency personnel offices should
be free to concentrate on pesitive personnel wanagement, research,
trainirg and executive development, and manpower planning,
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